The leadership in the organization has to change with the development and maturation of the organization. Early on, in creating the organization, the leaders themselves have to serve more as Animators. In the organization's building phase, they must be more Creators of Culture. To maintain the organization they need to be more Sustainers of the organization's culture. And when changes in the organization are needed, they must become Change Agents. (Schein, 1995 (Bass, 1996) . (1999) found the study of leadership moribund in the 1970's and the early 1980's filled with doom and gloom arguments about its triviality and lack of continued development. Hunt (1999, p. 129) (Bass, 1985) and its models, theory, experiments and surveys about the concepts and measurements of transformational and transactional leadership The book built on James MacGregor Burns' ( 19 7 8) &dquo;Leadership&dquo;.
Another turning point at about the same time in the study of leadership was Robert House's ( 19 7 7) chapter entitled &dquo;A 1976 Theory of Charismatic Leadership&dquo; It was a significant updating of Weber (19f+/19+7) who had introduced the concept of charisma to sociology and social science. House opened up the study of charisma to behavioral experimentation and survey research. Conger and Kanungo (1988 Kanungo ( , 1998 extended the applications of the concept of charisma. The period 1985 to 1990 saw the appearance of numerous related works by Bennis and Nanus (1985) and Sashkin (1988) on envisioning and Kouzes and Posner ( 1987) on transformational leadership. By 1992, Bryman suggested that the contributions from Burns to Kouzes and Posner were the &dquo;new leadership&dquo; and a new paradigm of leadership. Hunt (1999) supplied the evidence and rationale for conceiving transformational/charismatic leadership as a new paradigm.
Since its inception, research has demonstrated the utility of transformational leadership for increasing organizational satisfaction, commitment, and effectiveness, as well as the increased understanding of the dynamics of transformational leadership. There is a good fit of transformational leadership with the needs of leadership in the learning organization. But leadership can also be transactional. The good leader of the learning organization will be both but more transformational and less transactional. What are the behavioral differences?
As a biographer of both Franklin Delano Roosevelt and John F. Kennedy, James MacGregor Burns (1978) conceived of leadership as a continuum from transformational to transactional for Roosevelt and Kennedy were exemplars of both. As transformational leaders, Roosevelt and Kennedy could inspire and uplift their admiring publics with noble sentiments. As transactional leaders, they were consummate politicians: they exchanged promises for votes, traded favors, and could &dquo;wheel and deal&dquo; for partisan support. But, rather than being two ends of a continuum, transformational and transactional leadership are conceptually independent. Leaders can be high or low in both' (Bass, 1999, p.5) Transformational leaders raise the awareness of their constituencies about what is important, increase concerns for achievement, self-actualization and ideals. They move followers to go beyond their own self-interests for the good of their group, organization or community, country or society as a whole..In his inaugural address in the depths of the Great Depression, FDR (Flauto, (1999 (Stone, 1992) . MLQ ratings of 214 elementary school teachers of their 17 principals in a southwestern Michigan school district accounted for close to 50% of the differences in the social organization of their schools. Schools were higher in shared goals, teacher collaboration, teacher learning, teacher certainty and teacher commitment in those of the 17 elementary schools whose principals were higher rather than lower in transformational leadership (Evans, 1996) . In the same way, using the Multifactor Leadership Questionnaire to appraise the behavior of principals seen by themselves and by their teachers, Ingram (1997) found that their teachers were more highly motivated if the principals scored higher in transformational leadership. In the Phillipines, Catanyag (1995) found that schools did a better job for their students when school principals were higher in their transformational scores on the MLQ. And in Singapore, Koh (1990) (Goodlad, 1994 (Lewis, 1996) , supportive as well as critical. (Gronn, 1996) (Adams, 1999 Educational leaders, like leaders in any organizational setting will help promote excellence in their schools with good management, good social and interpersonal relations, and expert knowledge of their field. They also promote excellence and good role models of important relevant behaviors and beliefs. (Sergiovanni, 1990) .
Educational leaders will need to be authentic in their efforts to inspire their teachers and students, to intellectually stimulate them and to show individualized consideration to their teachers, students and parents. In short, they will have to be transformational. But they also will have to be cognizant of the need for rewarding contingent on teacher and student performance as well as cognizant of the need to correct poor performance. In short, they will have to be transactional as well. They will have to be proactive rather than reactive. They will have to avoid shirking their leadership responsibilities. 
Summary
The future educational leaders of learning organizations will be transformational. They will be democratic.in their relations with teachers and students but also know when they must accept their responsibilities to take charge. They will see themselves as change agents dealing with a multiplicity of problems faced by schools in the 21st century. They will help their teachers and students to learn to be adaptable and prepared for the New World of globalism, diversity, the Information Age and the net economics. They will convert mandates and problems into challenges and opportunities.
